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ABSTRACT 
The number of women pursing for top managerial positions is on the rise in Kenya 
since gender equality bill was passed by the parliament. However, statistics indicate 
that top managerial positions in both the public and private sector organizations are 
owned by few women. Since role played women in top managerial positions has 
changed their decision making based on their work settings, it is paramount to 
conduct a research on factors affecting the attainment of top management positions by 
women in government institutions in Kenya. The objectives determined the extent to 
which educational qualifications, work experience, social cultural factors and 
company policies affect attainment of top managerial positions by women at Kenya 
Forest Service. The study employed descriptive research design from which 118 
employees were selected for the study. Stratified random sampling technique was 
used to strata the human resource department into top, middle and support staff levels 
of management. The study findings revealed that 58% of the respondents strongly 
disagreed that women with degree qualification performed better than those without 
degrees. It was evident that work experience at 60% agreed that older women in top 
leadership positions are better leaders as they near the retirement age. On social 
cultural factors, majority of the respondents at 60% strongly disagreed that childhood 
social orientation does hinder women pursuing top managerial positions. Concerning 
company policies, majority of the respondents at 62% agreed that company policies 
hinder women from attaining top managerial positions. The study recommends that 
positions should be based on performance and not on experience only. This is based 
on the fact that most government institutions rely on experience than performance. 
Company policies should explore opportunities by incorporating gender enhancement 
programs to include women in leadership positions. Such measures will motivate 
women to pursue top managerial position. Socio cultural factors should be clearly 
identified by the organization to ensure that women are given opportunity to vie for 
top leadership position based on their qualifications and not on how well they are 
known. This will ensure transparency when advertisements are made openly for 
qualified candidates to apply which will in turn minimize cases of biasness.      
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OPERATIONAL DEFINITION OF TERMS 
Education qualification:  This refers to professional background of employees 
working at Kenya Forest Service. It also highlights 
qualifications employees have acquired either locally or 
internationally that are offered by recognized 
institutions of learning.    
Company policies:  These are policies and guidelines that define 
employee‟s code of conduct based on instituted 
standards across the organization.     
Socio cultural factors:  This refers to the way of life employees with 
themselves and the environment based on gender, race 
and nationality at Kenya Forest Service. 
Work experience:  This refers to the period employees have worked at 
Kenya Forest Service. This is mainly accumulated 
based on number of years one has worked.   
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CHAPTER ONE 
INTRODUCTION  
1.0 Introduction 
This project sets out the background of the study, which explains the context within 
the study is carried out; the statement of the problem which succinctly identifies the 
problem to be investigated; objectives of the research being the aims which the study 
hopes to achieve; the research questions as well as the basis for laying out the study; 
justification of the study which explains why the study is important to the society; the 
scope of the study where the researcher explains the extent of the research and lastly 
the chapter summary. 
1.1 Background 
The concept about women in leadership positions draws out the issue of glass ceiling 
in organizations. From this perspective, many have associated galls ceiling to barriers 
and challenges women experience in the business and corporate world. Glass ceiling 
in organizations mainly occur at the top management hierarchy and blocks women 
from attaining the same position as their male counterparts. Women have the 
possibility to rise to higher positions but they face many obstacles on the way, instead 
of getting ahead straightforward as men often do (Tanhua, 2012). 
Globalization has created a business practice that shapes the way organizations search 
for opportunities, technology and cultural changes. In this aspect, women experience 
new and greater challenges that hinder their performance in environments they 
dominate. Research can adapt from the idea that gender is a values-based impediment 
and move toward a discussion of the relationships among culture, context, and 
practice, with the goal of developing new applicable theories and frameworks (Earley, 
2006). In cities such as Kabul, women are now able to access learn computer training 
program as part of advancing their skills. Today, large international corporations have 
initiated programs to support and finance small businesses in developing countries 
with an aim of improving their productivity levels in industries where labor is not 
useful. This includes trade training for women, micro-credit, and business 
development in an effort to promote self-help enterprise development (Eweje, 2006). 
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From a global perspective, it is evident that large corporations such as multinationals 
and transnational organizations have less women in top leadership. For example, in 
the US, statistics indicate that women occupy 40 percent of top management positions 
but they are less in chief executive position.  Considering highly paid executives 
among the Fortune 500 companies, 6 percent of this managers are women leaders. 
Notwithstanding, only 2 percent of the women are Chief Executive Officers (CEOs) 
while 15 percent of them hold seats as board of directors. The same scenario is 
experienced in other developed and developing countries across the globe. In the 
European Union 50 public traded corporations, women make up to an average of 11 
percent of the top executives and 4 percent CEOs who head board room positions. 
Fortune magazine global 500 depicts that only one percent of women are CEOs 
(Bernstein, 2015). 
Over the past few decades, the international community has made numerous 
commitments to promoting gender equality and eliminating discrimination against 
women, including through the Convention on the Elimination of All Forms of 
Discrimination against Women, the Beijing Declaration and Platform for Action 
(1995), and the Millennium Summit (2000). The summit acknowledged the fact that 
inequality among men and women in terms of power sharing and making crucial 
decisions is a major concern that hinders women empowerment programs.   Women‟s 
representation when making crucial decision should not be a demand but a simple 
justification of democracy which can be viewed as a fundamental condition for 
women to present their claim. Without the active participation of women and the 
incorporation of women's perspective at all levels of decision-making, the goals of 
equality, development and peace cannot be achieved (UN Women, 2007). 
In the developed and industrialized countries, it has been proven that having more 
women holding key leadership positions does not actually translate to social, 
economic and political systems that represents their concerns. For example, in the 
Philippines, even though women hold key academic positions such as teachers and 
administrators, women cannot raise their concerns on administration policies that 
address gender discriminations. A good example are policies that barn students from 
enrolling to school if they are pregnant and not married. Such scenarios are 
experienced in Asian countries especially Pakistan and Bangladesh where women 
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leaders who hold top positions still have to subdue to their status as women in the 
society.   From this perspective, it is clear that appointing women to hold leadership 
position does not change the fact that they still viewed as women and wider 
sensitization is necessary to address this issue. Tanzania is among the leading African 
countries in promoting gender equality and giving women leadership opportunities 
(UN Women, 2007). 
In the Scandinavian countries, Finland was the first country in Europe to embrace 
work equality between men and women by allowing them to vote in 1906. Research 
indicates that Finland is ranked third as he most gender equal country in the world in 
terms of healthcare and education level. Both men and women are well educated and 
women can choose to have both; a career and a family (Rubio, 2014). On the contrary, 
issues regarding salary gaps between men and women‟s earnings often face high rates 
of discrimination from the public sphere. Moreover, female leaders in the region is 
still low. 
Locally, Onsongo (2010) asserted that women are recognized in the Kenyan society 
as procreators of the coming generation as well as producers of goods and services. 
On the other hand, communities in Kenya view women as inferior especially in rural 
areas where African culture subordinate women. In the end, men still dominate 
leadership position in political, religious, economic and domestic realms. This 
situation has necessitated the call for the empowerment of women by according them 
their due status, rights and responsibilities and enabling them to participate actively in 
decision making activities (Onsongo, 2010).  
According to a (2009) survey by the Ministry of Gender, only 30.9 per cent of those 
employed in Kenya„s public service are women, 72 per cent of who are in the lower 
cadres. Sadly, this pioneer spirit has not only failed in achieving effective political 
participation or the taking up of leadership positions in Kenya itself, but women have 
also only served to nurture and observe the growth and success of women„s 
movements in neighboring Rwanda, Uganda and Tanzania who now lead global 
statistics on women„s representation in elective politics at 56.3, 31 and 30 per cent, 
respectively (Kamau, 2010). 
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1.1.1 Educational Qualifications  
Over the last 25 years transformational and transactional leadership styles have 
dominated the study of leadership. It can be stated that the role of the leader is 
changing to meet the fast-growing needs of the economy. Leaders become more 
coaches who are setting the stage for innovation and growth opportunities by enabling 
a diverse workforce to create business opportunities. The changing role of the leader 
opens opportunities for women to step up as a leader as women tend to perform a 
transformational leadership style. 
From this perspective, the educational level of women has increased tremendously 
over the last decades. Nowadays more than 50% of graduates across the European 
Union are women (Eurostat, 2015b). In view of this improvement in female 
education, it is all the more remarkable that women‟s presence in top management 
jobs is still small. Despite good skills and education of female population, women are 
underrepresented in top level business positions. This circumstance allows to state 
that women face various barriers for accessing top management positions. 
1.1.2 Work Experience 
Today, women are pushing the agenda of feminism to influence and take important 
steps for them to venture into broader entities that were considered to be difficult to 
achieve. Based on this, it is much easier for women to have a broader perspective o 
different thing and relations. Thus, applying intuition concepts opens up the mind to 
think more clearly and quicker. However, the concept of feminism has its own 
challenges too. Women can be easily trapped into a model of thinking that can hinder 
and slow down their prospects. In such a scenario, feminism should not only be 
viewed as a means of accomplishing goals but also a way of achieving relevant and 
applicable goals. Experiences, creativity and intuition are important in the process of 
achieving goals (Joronen 2009). Thus, most women view feminism as a subjective 
concept based on an individual‟s personal intuition. 
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1.1.3 Social Cultural  
According to Turner et al (2009) he defines social identity as a person‟s sense of who 
they are based on their group membership. It is through social identity that someone 
gets a sense of belonging. The research found regardless of having 79% of 
correspondents agreeing that can vote for women to be a village chair, councilor and 
MP; but during the last local government elections no woman vied for the above 
leadership positions. This is a sign of lack of women's readiness to participate among 
other factors 56% of female respondents are comfortable in meetings with men and 
women while 44% prefer meetings with women only. Though 81.8% actively 
contribute ideas to the meetings, 46.2% of respondents say that women ideas are not 
considered. The researchers concluded that such scenarios discourage women to 
identify themselves as equals in decision making process. 
1.1.4 Company Policies  
In organizations, various management styles and unfair promotion policies serve as 
the organizational barriers for women‟s career development (Bombuwela and Alwis, 
2013). Many women are uninterested in developing their self-efficacy because of the 
impact of the work environment they are in. The higher the women climb the 
organization‟s ladder, the higher the chances of seeing more hurdles for women to 
achieve top management position.  
1.1.5 Profile of Kenya Forest Service (KFS) 
Kenya Forest Service is a State Corporation established in February 2007 under the 
Forest Act 2005 to conserve, develop and sustainably manage forest resources for 
Kenya's social-economic development. The KFS management structure comprises 10 
conservancies that are ecologically demarcated, 76 Zonal Forest Offices, 150 forest 
Stations, and 250 divisional forest extension offices located countrywide, and critical 
in forest management and surveillance. In order to participate in forest management, 
forest adjacent communities have formed registered groups and are currently working 
with KFS to sustainably manage forest resources. In total, there are 325 community 
forest associations. Their mandate is to conserve, develop and sustainably manage 
forestry resources while their vision is to be the leading organization of excellence in 
sustainable forest management and conservation. 
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Figure 1.1 Organization Structure of Kenya Forest Service 
Figure 1.1 Organization Structure of Kenya Forestry Services 
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1.2 Statement of the Problem 
Over the years, women in Kenya constitute one half of the country‟s population and 
most of them hold key positions in human resource management base. However, 
available data indicate that women are inadequately represented in senior 
management positions in both the private and public institutions and where policies 
that affect them are made (Lodiaga and Mbevi 2005). The main reason being issues 
related to gender parity and equity have not been given much attention in most 
government institutions. While a few researchers have in recent years began to 
document women's participation in management in the public and private sector in 
Kenya (Kanake, 2007) such documentations often have not focused on the actual 
factors that influence women‟s participation and performance in top management in 
corporate organizations. 
Most recent studies on women in leadership are based on American or Western 
theories, or typically compare women to men searching for individual differences or 
organizational effects based on gender (Wilson., Ryan, & Haslam, 2006). Gender 
equity and parity is still researchable since more issues on women in leadership prop 
up especially in the African context. Although the role of women in top positions 
continue to avail itself different settings and contexts, it was paramount that studying 
factors affecting the attainment of top management positions by women in 
government institutions in Kenya. 
1.3 Objectives 
1.3.1 General Objective 
To determine factors affecting the attainment of top management positions by women 
in government institutions in Kenya. 
1.3.2 Specific Objectives 
i. To establish how educational qualification affects the attainment of top 
management positions by women in government institutions. 
ii. To determine how work experience affects the attainment of top management 
positions by women in government institutions. 
iii. To examine how the influence of social cultural factors on attainment of top 
management positions by women in government institutions. 
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iv. To evaluate how company policies affects attainment of top management 
positions by women in government institutions. 
1.4 Research Questions 
i. To what extent does educational qualifications affect the attainment of top 
management positions by women in government institutions? 
ii. How work experience affects the attainment of top management positions by 
women in government institutions? 
iii. How do social cultural factors affect attainment of top management positions 
by women in government institutions? 
iv. How do company policies affect attainment of top management positions by 
women in government institutions? 
1.5 Significance of the Study 
The study will be of great significance to Kenya Forest Service to draw policies that 
will address gender balance within the organization. Women in Kenya will also be in 
a position to advocate for organization changes once drawn policies are approved and 
instituted across the board. Other scholars will use the study to further their own 
research work and contribute to the body of knowledge by improving on areas that 
will be addressed by the study.   
1.6 Scope 
The study was carried out at Kenya Forest Service Headquarters located at Karura, 
Off Kiambu Road, and Opposite CID headquarters. The study targeted 118 employees 
from the three levels of management under project management department. The 
study took a period of two months from August to September 2018. 
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1.7 Chapter Summary 
This chapter established the background information concerning factors hindering 
attainment of top management positions by women in government institutions. This 
chapter also highlights the statement of the problem, research objectives, research 
questions, significance and scope of the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter reviews the literature on factors affecting the attainment of top 
management positions by women in government institutions. It also discussed 
relevant theories in the area of attainment of top management positions by women and 
finally presents a conceptual framework on which the study is based.  
2.1 Theoretical Literature Review 
2.1.1 Feminist Theory  
The theory of feminism recognizes the influence of gender inequality in various social 
aspects of human life in the society. It showcases how women understand their 
oppression and how they can recollect themselves and devise oppression and 
subordination to their ow advantage. From the feminism perspective, it recognizes 
that men and women have equal similarities thus to their conclusion, women and men 
ought to have equal representation in various aspects of life. Differences in the 
realization of that potential, therefore, must result from externally imposed constraints 
and from the influence of social institutions and values (Nzomo, 1995).  
Feminist have taken the initiative to advocate and explain various perspectives that 
showcase that absence of women leadership in the public and private sector 
organizations is a major concern.  One of the perspectives raised by feminists is that 
women are engrossed in personal factors that is mainly attributed to psychosocial 
elements and behavioral skill competence they have acquired for themselves (Oakley, 
2000).  
Among personal factors are self-esteem and self-confidence, lack of motivation and 
ambition to accept challenges to go up the ladder, women‟s low potential for 
leadership, less assertiveness, less emotional stability and lack of ability to handle a 
crisis (Bond 1996). On the other hand, personal factors such as, assertiveness, 
confidence, resourceful creativeness, loyalty and trustworthiness help women to 
ascend to senior management positions (Shahabudin and Singh, 2000).  
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Applying the theory to the study, government institutions should explore the role of 
cultural factors towards gender equity and how it has over the years influenced 
organizational structures. The study applied the theory‟s concepts to analyze how it 
influenced social construction among men and women based on their specific roles 
and responsibilities allotted to them.  Women have always been given secondary roles 
even when they are deemed suitable to hold top leadership positions.  
2.1.2 Role Congruity Theory  
The main point raised by Congruity theory is segregation and prejudice that exists 
inform of relations people often perceive to be important when forming social groups 
with roles peoples aspire to achieve (Eagly & Karau, 2002). In relation to the subject 
of women and leadership, congruity theory explains the point of agreement that allow 
people to perceive women leaders base on their characteristics and key roles they play 
in the society. Such key roles describe beliefs about gender in relation to communal 
attributes women have that are related to men for example kindness, helpfulness are 
the most known communal attributes. On the other hand, agentic attributes describe 
people to be aggressive, forceful, self-reliant, self-sufficient and in charge of their 
situation.     
Eagly and Karau (2002) cite extensive evidence from other researchers to show that 
sex is the strongest personal characteristic for categorizing people, even compared 
with race, age and occupation. People are defined through the lens of sexuality before 
obtaining specific details about an individual. People easily fall into stereotyping to 
understand specific details presented to them by individuals. Linking the theory to the 
study, women are subjected to details that describe their leadership and gender roles. 
The authors further showcase that prejudice towards women is revealed by evaluating 
favorable and potential situations that show actual leadership behaviors. This is based 
on the fact that leadership ability of men is stereotypical than women and the notion 
that their leadership is not attractive among women leaders.  
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2.1.3 Leadership Theory 
Implicit leadership theory (Dickson, Hanges and Lord, 2001), suggests that 
individuals hold personal beliefs and assumptions about what constitutes leader and 
non-leader characteristics, becomes an important focus because individuals „behaviors 
are shaped by their experiences, values, traits, and other social-cultural influences 
(Javidan & Carl, 2005).  Viewing people based on their input and capability affects 
their institution of information, cognitive heuristics and knowledge structures they 
have acquired over time. Leadership theory reflects leader attributes and behaviors in 
combination with contextual aspects of leader emergence and effectiveness because 
leadership is made up of relationships entrenched in social settings (Bryman, 1996). 
Based on this, it is apparent that people are mainly influenced by the context at which 
they function of over a specific period of time. 
According to Hannay (2013), leadership theories have evolved from a focus on traits, 
to behaviours, to contingency theories, to more contemporary approaches including 
servant leader ship theory to transactional and transformational theories which focus 
on skills and abilities. Bass (2008) explained the leadership development which 
focuses on leadership personality trait that leads people naturally into leadership roles 
and responsibilities. The skills approach differs from the traits approach in that skills 
and abilities can be learned while traits cannot be learned. 
Behavioural theory of leadership is based on the belief that great leaders are made, not 
born. This leadership theory focuses on the actions of leaders not on intellectual 
qualities or internal states. According to the behavioural theory, people can learn to 
become leaders through training and observation. Naylor (1990) noted that interest in 
the behaviour of leaders has been stimulated by a systematic comparison of autocratic 
and democratic leadership styles. It has been observed that groups under these types 
of leadership perform differently. Behavioural Theory assumes Leaders can be made, 
rather than are born which means that, people can learn to become leaders through 
teaching and observation. 
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2.2 Empirical Literature Review 
In other words, context helps shape what is expected from leaders, as well what 
leaders are affected by (Stelter, 2002), including the setting, norms, and other 
individuals.  
2.2.1 Educational Qualifications  
Eagly and Carli (2004) identified various ways that explains women‟s presence in top 
leadership position in the United States. One of the assumptions they found out was 
that women contribute less to human capital but not in terms of work experience of 
education. Since most domestic work is done by women, their concentration is highly 
diverted through training and efforts they have to put to get paid, thus affecting their 
concentration when performing their responsibilities.   
Oakley (2000) suggests that there are three categories of theories and explanations 
that deal specifically with the barriers faced by women in the attainment of senior 
leadership positions. The first category showcase ways through which management 
practices that mainly focus of recruiting and promoting male employees over female 
employees. This has created assumptions that demystify why women lack the required 
experience to hold top leadership position. This means that women have to go an 
extra mile to increase their chances of holding on to top managerial position.   
The essence of economic development and growth has advanced division of labour 
and specialization since the advancement of technology and infrastructure. Moreover, 
increased knowledge and training development among employees has shifted the 
attention from household production to increase in specialized businesses with wage 
labor and managerial jobs. Since more top management leaders are well equipped and 
trained and can balance work and family responsibilities, it is apparent that men are in 
a better position to better from economic development compared to women. 
Extending education and training to women for them to become more active in the 
paid and productive workforce has shown to enhance economic development efforts 
further (Boserup, 1986).  
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When the idea of women successfully leading organizations becomes institutionalized 
and commonplace, then women can achieve influential levels equal to men (Lucas, 
2003). For instance, the best way of implementing the concept of women in top 
leadership positions should be in schools and education of the girls, promoting 
women especially those serving in government institutions, higher institutions of 
learning and technical arena and those venturing into entrepreneurship.   
Institutionalization is possible because we already know that culture is not only a 
stable characteristic of society (Berry, Poortinga, Segall, & Dasen, 2002), it is also 
evolving, allowing for the co-mingling of traditional with modern values. Lucas 
(2003) explains that institutionalization happens through social processes developing 
into a regime of social thought and action. 
Report by UN Women (2007) revealed that many women are the world‟s most 
illiterate population in many countries. In developing countries, it has emerged that 
cases of gender inequality still exist to a large extent. Consequently, women have 
limited access to capacity building programs to advance their skill sets and to be in a 
position to earn a decent pay, get employed in formal jobs and vie for top leadership 
positions. The only way to address these issues is through increasing women 
education to reduce literacy levels. Thus, putting these issues into consideration will 
safeguard the future of the next generation of women who will not be marginalized 
when vying for leadership positions.    
Another major issue in relation to women access to quality education were disparity 
when it comes to education quality education. Gender stereotyping is still major 
concern that has to be addressed. This should be embraced in school curricula that 
hinder women from taking leadership positions. A number of participants (from 
countries such as India, Indonesia, Iraq, Nigeria and Tanzania) highlighted a lack of 
specific management training, skills training, professional development, decision- 
making skills and mentorship programmes, which prevent women from being seen as 
effective leaders (UN Women, 2007).  
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A recent report by Women Watch (2007) availed that in Asian countries specifically 
India, one of the major hinderances that prevent women from effective decision 
making are gender stigma that reinforces the notion that women are too emotional and 
do not think logically which exposes them easily when making key decisions and 
resistance and lack of acceptance from their partners. Decision making is a skill that 
can be learnt and taught through continuous practice. Women need to be encouraged 
and provided the required opportunity to make decisions for themselves and others. 
Statistics indicate that in the US, 58% of women in 2001 were bachelor‟s degree 
holders and by the year 2018, the number of women is expected to exceed the number 
of men in most universities as well (Garofoli, 2002). It is also important to note that 
the rate at which women owned enterprises advance and increase in number is 
alarming in the past ten years. Today, women have established twice as much 
enterprises compared to men and about 44% of business worth 20.4 million are small 
enterprises in the US are owned by women (Women's Bureau, 2001). In the political 
spectrum, women hold minority positions in the US congress and the Senate.   
Consequently, the past five US presidents have either served the American people as 
governors and were active members of the Congress. In short, political leaders in the 
US have worked their way up the ladder to hold top leadership positions from 
community organizers, lower level management. On the other hand, statistics indicate 
that most legislative leaders have managed to attain their seats at local level or have 
managed large corporations (Women's Bureau, 2001). 
The society views the qualification of a leaders is based on the ability to manage from 
experience and capacity to handle change with time. The style of leadership employed 
by managers should be based on competent skills they need to develop focusing more 
on their behavior and skill modification. Thus, measuring effectiveness of leadership 
is based on a leader‟s ability to influence people to participate in the vision that 
focuses on set goals and objectives. Thus, it is the duty of the leader to communicate 
the vision to his follower and others around him (Garofoli, 2002). 
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Leaders are considered qualified when they hold evidence that showcases how they 
meet their demands of the position they are in. This includes focusing on addressing 
the needs and expectations of peoples surrounding him/her in the political field. 
Leaders practice and rely on beliefs, philosophy and goals that define an important 
need the community needs to succeed (Hall, 2007).  
Eagly & Karau (2002) noted that who are acknowledged to be educated and 
competent have vast knowledge and experience to articulate ideas that drives their 
vision and plans. Stereotyping often affects women by eluding to the fact that women 
cannot lead and have not gained much experience to lead because of how they are 
raised.  
Hague et al (2000) asserts that appointing women to the position of power will give 
an organization a cutting edge and they may benefit from her position since they will 
easily express the organizations needs based on their qualification. This is evident 
based on findings that depict that women are normally accepted to lead top position 
after their work experience and qualifications have been vetted before they are 
appointed.  
Moreover, employees in organizations are given regarding tasks a leader ought to 
perform that is in line with the organizations mission which is not only relevant but 
also key of a female leader.  It is the role of the organizations representatives to 
examine qualifications presented by women leaders at the appointment time. Also, 
they are the only once to disclose information on their specific abilities, qualities and 
skills before she is accepted to take charge her recognition as a leader (Oakley, 2000). 
In the political environment, women leaders opting to via for public office often go 
through public scrutiny concerning their qualifications, based on the notion that 
people still believe politics is a masculine role. This has raised tension in the political 
spectrum where women are viewed not to be fit to be politician. Based on this, it is 
evident that qualification of leaders is not only gender based, but also based on 
selection criteria aligned by attributes comprised of qualifications that should drive 
the community needs in a cohesive manner that is deemed acceptable.   Moreover, 
qualifications of a leader require proof of age, place of stay, and nationality as a 
qualification for one to hold a public office. This qualification set standards are 
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prominent for anyone intending to seek a public or political office in the government 
(Rampell, 2009). 
For women to be in position to seek for top office, they must invest in education 
which is a key tool that can easily propel them to office. For this to take root, 
investing in education is the only way women leaders can advocate for a position. 
After graduate school, graduates usually apply for various positions to sustain their 
current needs and wants not considering the pay. From such a scenario, their 
qualifications may not match the required qualifications for an ideal job. Also, 
graduates are anxious about what they need to do and what careers they should pursue 
to meet their objectives. Some graduates may be concerned about work experience 
while others may aim high at al early stage before applying for more challenging 
positions (Rampell, 2009).         
Globally, it is evident that women are advancing their status through education and it 
has bared good fruit since most women outperform men in their careers at top leaders. 
This definitely wipes out the notion that lack experience that will push them forward 
to demand for top leadership positions. On the contrary, the growth of women leaders 
holding top positions is low around the world. From the studies and various views 
from the authors, the study sought to find out the position of women leaders globally 
and how they are challenges as they demand for top managerial positions (Rampell, 
2009).   
2.2.2 Work Experience 
According to UN report (2007) postulate that in countries with large youth 
populations women may face discrimination based on age and appearance.  The report 
further referred to a case by Liliana Cisneros from the US, who observed that 
applicants‟ photos accompanied application details which was deemed good 
presentation by employers. This meant that the applicants‟ good presentation was 
interpreted as discretion by the employer. In such a case, the reporter observed that 
women were more concerned about their looks than qualifications they have. Even 
institutions of higher learning, women who have attained 35 years are less likely to be 
appointed based on the fact that they do not meet the institutions requirements.     
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Rampell (2009) suggests that the average age of the workforce in most industrialized 
countries is increasing and so new workplace dynamics are in play. This can be 
played based on the perceptions portrayed about older workers in an organization. 
Older staff are perceived to be wise and experienced on the company‟s operations. 
They are also presumed to be slow when executing their duties and when adopting to 
change management within an organization. Despite this, age group and diversity in 
the workplace is usually associated with experience on the people they are leading. 
Based on these perceptions and assumptions about gender and age in the workplace, it 
was paramount to find out how age, gender and work experience shapes the 
perception of leaders in organizations. 
Kark & Eagly (2010) found that female leaders were rated significantly higher than 
male leaders on involvement, consistency, mission and age. The authors further 
established differentiation based on how men and female leaders under the age of 40 
years are rated in organizations. Youthful leaders tend to rate themselves low 
compared to their senior counterparts. But this is not always considered factual by 
others within the organization.  
From this perspective, the authors concluded that youthful leaders thrive well in 
activities that influence and boost their confidence levels.  This was supported by 
women leaders under the age of 40 who rated themselves as lowest compared to older 
women leaders. Embracing young leaders in government organizations such as Kenya 
Forest Service is still a challenge. Most government organizations have initiated little 
programs to embrace youthful leaders since they are considered inexperienced when it 
comes to leadership (Kark & Eagly, 2010).      
From another perspective Eagly & Carli (2004) found that men over 40 have the 
lowest ratings. This could mean that organizations focus on experienced individuals 
and do not consider men and women abilities under the age of 40 years to lead 
organizations. For organization going through shortage of experienced staff, they are 
challenged to create additional positions to mentor the youthful leaders whose focus 
should be based on addressing issues rather than development. The study also showed 
that women over 40 years were more capable to be vetted for leadership positions 
based on their age and experience.  
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Gibson (1999) argues that women today have put more focus on their work force by 
attaining quality education status that outs them into the position of demanding top 
positions. This has in turn shaped their leadership style among women leaders. It is 
also clear that women are closing the glass ceiling in work places by demystifying 
ethnic and cultural boundaries both in the public and private sector organizations. 
This assertion has changed the way women leaders who display leadership capacities 
are selected based on their traits and characters. Organizations today have ventured 
into leadership program to process and train employees on matters concerning 
effective leadership practice. Negative development in women‟s leadership roles has 
not been addressed in the field organization sciences and measures to address job 
perceptions, attitudes and the required performance indicators is much needed 
(Valentine, 2001).    
A study conducted by the Federal Glass Ceiling Commission (1999) showed that 
majority of women leaders are less represented and very few of them make to high 
status, executive level position and directorship in board meeting was also reported. It 
also showcased that women experience organizational barriers at the top managerial 
positions which has hindered women career advancement ambitions and ha caused 
distractions from attaining high performance in their profession (Murrell & James, 
2001).  
Previous research indicate that women are stereotyped, prejudiced and discriminated 
especially when they are less experienced in the leadership realm. Moreover, the 
notion of women having less experience in leadership compared to their male leaders 
is still mentioned frequently. This defines why women are given less management 
positions to proof themselves worthy of holding top management leadership positions 
in large institutions (Rampell, 2009).     
Consequently, gender disparity and differences likely concern that has escalated 
leadership development experience defining all aspects of leadership. Men and 
women have a unique reality on ways of understanding leadership roles (Vinnicomb 
& Singh, 2002). The experience of women in the work environment is different from 
experience men have. This is mainly experienced in industries and work surrounding 
that have preferred male workers compared to female workers when it comes to 
gender presentation.  
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Ely and her colleagues (2011) found out that biasness in the workplace has 
discriminated the experience women have achieved for quite some time. The authors 
advocate for development efforts in organizations that should consider and recognize 
experiences women have in the work place identify systematic effort of addressing 
issues related to biasness that favors male workers. Failure to instate such measures 
will hinder effective leadership development programs for women who belief they 
have what it takes to demand for top positions. Also, biasness causes gender 
inequality which in turn affects position of women who have experience in a specific 
field.            
Companies that have initiated executive coaching programs to develop leaders should 
consider women leaders to input their concerns and design a curriculum that will 
accept and mis women‟s unique experience in the work setting (Hopkins et al., 2008). 
In short, they should formulate a way of balancing work and life that may influence 
the direction of women‟s careers.  
Feminism has created a platform where women view themselves in a broader 
perspective taking into considerations issues affecting women at large. It is important 
for women to view different things before forming a common vision that provides a 
clear path they want to follow. Thus, using intuition to refresh their thinking helps to 
advance and progress overtime. However, feminism has its own downside that does 
not resonate with the society. Since their so much information and counter 
information concerning feminism, it is much easier for women to wither advance in it 
or fail to advance in it depending on the workplace setting. Feminism motivates 
women to pursue their goals, but what matters is how these goals are achieved by 
women (Palmu-Joronen 2009, 176.). 
As many organizations advocate for change and development, careers structures also 
change with time. In the nineties, organization instituted a straight forward approach 
to structural adjustment that made employees commit their loyalty for a longer period 
of time which in turn developed experienced leaders groomed from within. Presently, 
careers have flexible structures that adjust with time and place (Airo & Rantanen & 
Salmela 2008, 10). 
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2.2.3 Social Cultural Factors  
Culture constantly adapts to ecological and socio-political changes in the environment 
and individual psychological characteristics can evolve within the context in which 
they operate (Berry et al., 2002). Peoples psychological characteristics will evolve not 
only flexibly and seemingly unnoticeably in response to changing environments, but 
there is also an active effort to coordinate old psychological tendencies with new 
pertinent cultural practices and public meanings (Kitayama, 2002).  
The study of social cultural factors is well respected field of knowledge which highly 
respected in the business literature. Culture is a large body of constructs that provides 
a global layer of societies across the world describing values and norms that shape 
individual groups. Thus, understanding cultural systems is critical for the 
advancement of research on leadership in varying contexts (Kirkman, Lowe, & 
Gibson, 2006).  
The main concept of leadership builds a steadily rooted social settings that incorporate 
various leadership theories to understand how leaders employ various attributes and 
behaviors to improve effectiveness in the workplace. Similarly, Carl et al. (2005) 
point out that leadership research emanating from the U.S. and Europe is paramount 
as it explains cross cultural measures.  
In Dickson, Den Hartog, and Mitchelson„s (2003) review of cross-cultural leadership, 
they argue that still today, few scholars publishing in the field would characterize 
themselves as „cross-cultural leadership researchers, and most cross-cultural 
leadership research has been conducted by leadership researchers who apply a cultural 
lens to extant leadership theories. Based on this, various leadership models have 
limited considerations on cross cultural measures thus making them a nuance to most 
actioners. On the contrary, Carl„s et al., (2005) study found out that norms ad values 
controlling leadership similarities shapes many dimensions that are probable in terms 
of interpreting cultural differences.  
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Social norms have put women into household demands and family responsibility that 
ha in turn affected women working outside their household and still have to take the 
responsibility of managing and maintaining family responsibilities. This has increased 
stress levels among women who have family responsibility. Thus, work-family 
conflict is usually experienced in most organizations which in turn limits women from 
demanding top managerial positions. Therefore, as breadwinners‟ men are better able 
to maintain their family and work demands at the same time than women (Jennings & 
McDougald, 2007). 
Female leaders will experience less work schedule autonomy and flexibility if they 
continue to work in the typical retail and personal services industries which have 
either inflexible hours or demanding clients (Bates, 2002) leaving women less control 
over their work environments and higher levels of work family conflict. Balancing 
family-work can overstretch women to household responsibilities that easily affect 
how they function and perform work duties. Thus, men have a responsibility of also 
supporting women to navigate through work and family responsibilities. This results 
in smaller employment size, revenues, and income levels of women-led businesses 
(Jennings & McDougald, 2007). 
Individuals also experience the work-family interface in more positive ways through 
the benefits and enriching properties of both work and family and the effects that both 
realms simultaneously have on each other (Jennings & McDougald, 2007). The Glass 
Ceiling Context plays a crucial role in women involvement in positions of leadership, 
in that, if women feel alienated from leadership positions, they are discouraged from 
participating (Vinnicombe & Singh, 2002).  
For example, one study found that while women make up half of the work force in 
developed countries these days, there are still visible glass ceiling effects that keep 
women from moving into middle- and senior-level management positions long 
working hours and male-dominated networks in particular (Ogden, McTavish, & 
McKean, 2006). Similarly, women are still less likely to run for political office than 
men, which explains the under-representation of women in politics. Reasons for this 
include a lack of political confidence, family responsibilities, gender role 
socialization, and a lack of other women politicians to emulate (Elder, 2004). Another 
explanation is that women and men lead differently and these styles are inconsistent 
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with the role expectations of leaders and therefore lead to a potential prejudice and 
discrimination against women in leadership roles.  
Work place culture and practice affects how people believe and behave when working 
under strict measures. People who are used to a specific culture cannot strain from 
incorporating their practices when certain behavioral patterns in the workplace is fully 
defined. In such a situation, women are usually considered inferior yet they are 
expected to act and perform their duties without complain while the male figure is 
considered to be the dominant partner who makes decisions. Women leaders feel 
intimidated and insecure working under male dominated workforce since their 
concerns are raised but lack of implementors forces them to shun organizational 
culture and demand for equal representation (Elder, 2004).    
Strout (2001) noted that social cultural norms and values is a major challenge for 
women demanding for top leadership roles in India since most cultures are against 
women leadership. In some countries, women are viewed depicted to have no 
capability of making key business decisions based on their emotional effect (Emory, 
2008). The issue of glass ceiling in the workplace is stereotyped across social cultural 
factors thus women have a hard time pushing for change and leadership position that 
recognize them.  
According to Shin and Bang (2013), one of the major global factors influencing the 
performance of women holding top managerial positions is societal factors, which 
does not include their individual considerations. The researchers further asserted that 
societal assumptions that stereotype women in the workplace hinder them from vying 
for top managerial positions.    
Shin and Bang (2013) noted that the performance of women pursuing leadership roles 
could be linked to lack of confidence making them subdue their ambition for higher 
seats. This is mainly shaped by social cultural factors which has always been used to 
promote self-efficacy among women.  For instance, women are enemies of their own. 
They may fail to promote their own when they attain top leadership positions thus in 
some situations, they are to blame themselves for not taking an initiative towards this.  
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Ely and Rhode (2010) express that ladies pioneers in Africa unmistakably explore an 
alternate societal and hierarchical scene that influences their execution. For example, 
female pioneers must manage irresolute responses profoundly established in sexual 
orientation generalizations which influence their execution. The confident, legitimate, 
and overwhelming conduct common of most male pioneers tends to be seen as 
commonplace and Unattractive in ladies. Investigations of mentalities toward ladies in 
generally male jobs demonstrate that these ladies viably exchange view of fitness for 
affability the more effective they show up, the less affectively they are respected. 
Such patterns influence both authoritative receptiveness to female pioneers and the 
originations on execution that ladies have about themselves as pioneers. 
Debebe (2011) likewise noticed that numerous ladies in positions of authority in 
Africa need to prevail in their families and also in their vocations however regularly 
need to pick between these goals, accordingly influencing their execution. Numerous 
ladies likewise want certified associations with others at work in any case, in the 
aggressive culture of associations, this longing is seen as credulous or feeble.  
The creator additionally refers to in (Miller, 1986) that Internal clash likewise 
emerges from Unconscious interest in the possibility that ladies are frail and need 
solid men. This idea drives ladies to Underestimate their capability, maintain a 
strategic distance from dangers, and sound perceivability along these lines influencing 
their execution. 
Triparna (2012) noticed that sexual orientation and jobs comprehensive of the 
progressive power structure are socially developed and strengthened through social 
connections, hence influencing ladies' execution as referred to in which control is 
related with guys and manliness. The creator additionally takes note of a more 
grounded commonness of socio-social elements fondness ladies' execution, for 
example, rivalry against male partners in the working environment, constrained 
mentorship openings, work life equalization and separation coming about because of 
generalizations, for example, discriminatory limitation. 
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2.2.4 Company Policies  
Greenwald (1996) argues that corporate managers often introduce family-friendly 
policies for the sake of better working conditions and that those special measures will 
definitely yield larger profits for companies. Perry-Smith and Blum (2000) also 
postulate that family-friendly policies have a positive impact on organizations as a 
mechanism for competitive advantage. In addition, Shepard, Clifton and Kruse (1996) 
have pointed out that companies with a flexible employment structure such as the 
flextime system can raise their productivity by 10% compared to those without such 
systems, which suggests that more flexible employment systems lead to productivity 
improvement. 
Today, many institutions have developed a child care system and flexible personnel 
management team that will facilitate balancing of work duties and personal 
responsibilities. Such approaches have addressed family policies that encourage 
employees to balance their work and family matters without stress. This concept was 
developed in Europe in 1980s as way of encouraging employees to enjoy doing their 
work and balancing family matters. The concept was also to address the issue of 
declining birthrates especially among employed women.    
For example, Sakazume (2002) has postulated that family-friendly measures are 
effective for boosting worker morale, improving working conditions and reducing the 
percentage of women breaking away from employment. In the developing, women 
leaders have formed Women Development Movement (WID) to handle cases of 
marginalized women in the world. The movement also expressed concerns about how 
new technological development has mainly targeted male dominated enterprises.        
Even though one of WID„s central goals was the incorporation of women into 
capitalist models of development, this era spawned pushback against First World 
feminist ideas that were not applicable in the Third World (Brown, 2006) and 
stimulated demands from feminists that women are to be included in development 
efforts, and the international community listened and responded.  
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The reaction has been a gender and advancement approach (GAD) which changed the 
concentration from ladies jobs, to the sexual orientation relations among ladies and 
men and the communication of lady's and men's jobs together at all levels of the 
social, political, and monetary range. This development incorporates Third World 
ladies' associations and in addition endeavors proposed by the created world. GAD is 
a more delicate, fluctuated, and adaptable way to deal with complex sex structures 
and addresses the deficiencies in the WID approach. The GAD approach is more goal-
oriented in its test of long-standing social powers, and accordingly hard to execute. 
The WID projects tended to be politically and practically easier to implement (Vavrus 
& Richey, 2003). 
The family relationship systems are debilitating, prompting a decrease in the 
customary types of help for youngster care and housework. For instance, she 
additionally shares an ongoing report on Kenya's managers to found strategies that 
suit representatives looked with work– family balance clashes. Associations in Kenya 
have not founded working from home alternatives that enable representatives to 
telecommute, or strategies that allow work adaptability. Kenyan managers still have 
far to achieve worldwide norms in ordering family-accommodating work strategies 
and practices. Family-accommodating work arrangements are a formal or casual 
arrangement of terms and conditions which are intended to empower a worker to 
consolidate family duties with work as referred to in (Simkin and Hillage, 1992). 
Enactment and strategies identified with business value, human rights, access to 
moderate day care and conceptive rights profoundly affect the capacity of ladies to 
perform in the work environment. These approaches are subdivided into three 
classifications including leave courses of action which incorporate maternity leave, 
paternity leave, and humane leave, adaptable working game plans, for example, low 
maintenance game plans or potentially a packed week's worth of work and work 
environment offices, for example, financed childcare, crèches, directing, et cetera, as 
she refers to in (Simkin and Hillage, 1992). 
Sexual orientation equity is a hierarchical goal so it isn't astonishing that most 
respondents knew about sex arrangements in the association. Nonetheless, regardless 
they keep up that sex uniformity is advanced at Head Office level yet, when ladies 
with numerous abilities and capabilities neglect to be perceived for advancements. 
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Some of respondents' remarks proposed that; authoritative arrangements reflect sexual 
orientation equity, yet hones don't. Sexual orientation correspondence is advanced in 
our work yet it isn't something that is finished and uniformity is advanced yet it is all 
simply verbal. 
Segregation in the work environment has in this way observed ladies in influential 
positions have an enhanced status however just to a specific degree. The discoveries 
demonstrate that strategies have been set up in the association to ensure workers 
against segregation everything being equal. Albeit such approaches are presently 
dynamic, they have frequently been manhandled by bosses and there is still 
requirement for adequacy of such strategies. 
Odemeng and Adusa-Kharikhari (2014) compose that the discriminatory constraint in 
an association can cause salary divergence among guys and females who have similar 
levels of training and experience. Truth be told, this is a standout amongst the most 
widely recognized types of segregation that has been, and keeps on being, considered 
with regards to the subject. While ladies in initiative keep on gaining impressive 
ground in instructive accomplishments and work involvement, they are – it is 
recommended – paid not as much as their male partners, notwithstanding the  
equivalent pay-for-square with work strategies that numerous legislatures are 
actualizing. 
Muasya (2016) takes note of that the extent of ladies working in the formal segment 
in SubSaharan Africa has expanded as of late. The connection systems are 
debilitating, prompting a decrease in the customary types of help for youngster care 
and housework. For instance, she additionally shares an ongoing report on Kenya's 
managers to organize strategies that suit representatives looked with work– family 
balance clashes. Associations in Kenya have not established working from home 
alternatives that enable representatives to telecommute, or arrangements that allow 
work adaptability. 
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Since it is presently discovered that ladies could utilize their enriched ascribes to 
improve the association when put in initiative position, human asset office should 
look again at any approach that could be enemies of ladies pioneers regardless of 
whether the strategy is inferred or unequivocal. All approaches and practices that are 
not strong of utilizing ladies as well as setting them in place of initiative for reasons of 
their sexual orientation, that they would raise family and these might discredit their 
execution ought to be discarded. Ladies like their male partners are great pioneers and 
their mutual and mom natural characteristics are sure supporters of their situations as 
pioneers. In addition, Human Rights Campaign (2010) says that separations in zones 
of contracting, advancement, states of work and release hones in connection to 
business in light of sex, conjugal status, sexual orientation personality and pregnancy 
ought to be disallowed. 
Finland is viewed as a trailblazer in family benevolent approaches and the contentions 
among parenthood and work life have diminished with the presentation of liberal 
leave and childcare plans (Gupta et al.,2008). Both the female business rate and 
nativity is high by European measures, suggesting that ladies in Finland have great 
essentials for profession making. In this manner, having youngsters ought not for all 
time modify ladies' profession objectives. Individuals expect chose authorities that 
define approaches to help select pioneers that work open and private associations to 
be responsible for what they do and spend. Chosen authorities, nonetheless, are 
responsible from various perspectives by intrigue bunches that devise their 
perspectives. 
2.3 Summary and Research Gaps 
The topic on women attaining top management positions is a cross-cultural context 
that is still understudied in terms of rigorous and empirical research. Though the issue 
of women and leadership position is on the rise, it is still not clear the reason as to 
why many organizations lack interest in gender leadership issues since there is no one 
pushing to correct the matter in organizations (Kirkman, Lowe and Gibson, 2006).  
Workplace place experience over the years hinders development and attainment of top 
leadership positions by women. The review showed that most women are only 
allowed to hold lower positions before they are examined as to whether they can 
manager senior positions in organizations. From the review, social cultural factors and 
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organization culture represent a set of values, norms, standards for behavior, and 
shared expectations form a strong bond that unites people, work groups and team 
efforts to interact with each other and cooperate to achieve organizational goals. 
Organization culture outlines how things are done in the organization. 
On company policies, the authors availed that most organizations are still in the 
process of adjusting their laws concerning gender equity and disparity. Th authors 
further mentioned that company policies disadvantage women from demanding for 
top managerial positions especially in government institutions. It is also apparent from 
the review that most of the studies are based on organizations in developing countries, 
thus need for further study to examine gender bias, stereotypes, and glass ceilings in 
the Kenyan context. This study replicated the same measures in Kenyan context to 
find out whether the same outcome would be achieved.  
2.4 Conceptual Framework 
Conceptual framework is a scheme of concept (variables) which the researcher 
operationalized in order to achieve the set objectives (Mugenda & Mugenda, 2003). 
This is illustrated in figure 2.1, showing the two types of the variables.  
Independent Variables                      Dependent Variable 
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The conceptual framework shows a schematic representation of independent and 
dependent variables. Educational qualifications, work experience, socio-cultural 
practices and company policies are independent variables that influence the one 
dependent variable, the attainment of top management positions by women in 
government institutions.  
2.5 Operationalization of Variables 
According to Shuttleworth (2015), is the definition of research variables into factors 
that are measurable in empirical and quantitative terms, while enhancing quality of 
results and robustness of the design. 
Table 2.1 Operationalization of Variables 
Independent Variables Measurement of Parameters Measurement scale 
Education qualification 
- 
-Diploma level 
-Bachelors level 
-Masters level 
-PhD level 
Ordinary scale 
Work experience -Number of years worked 
-Innovative and creative  
-Adhering to timelines 
Ordinary scale 
Socio cultural factors -Nationality 
-Race 
-Marital status 
Ordinary scale 
Company Policies -Gender Equality 
-Non-discrimination 
-Policy Guidelines 
Ordinary scale 
Dependent Variable 
Attainment of Top 
Management Positions by 
Women 
-Social dynamics 
-Women perceptions 
-Work life balance 
Ordinary scale 
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2.6 Chapter Summary 
This chapter showcases theoretical literature review, empirical review, summary and 
research gaps, conceptual framework and operational variables. It also explains how 
the theories can be used to derive a meaningful conclusion in relation to the study 
variables and objectives. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
32 
 
CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter describes the type and source of data, the target population and sampling 
methods and the techniques that was used to select the sample size. It describes how 
data was collected and analysed by the researcher. 
3.1 Study Design 
The study design is a framework through which researchers generate answers related 
to their research problem. The used a descriptive research design to collect data from 
respondents. Descriptive research is a scientific method of investigation in which data 
was collected and analyzed in order to describe the current conditions, terms or 
relationships concerning a problem (Kothari, 2009). The design was preferred by the 
researcher because it provides an in-depth analysis of the study phenomenon in its 
nature of occurrence. 
3.2 Target Population  
Target population as defined by Kothari (2009) is a universal set of the study of all 
members of a real or hypothetical set of people, events or objects to which an 
investigator wishes to generalize the result. The study targeted 118 employees from 
Human resource department. This was based on the fact that the researcher had a 
reasonable access to employees from the department compared to the entire 
organization. Moreover, the human resource departments store detailed records about 
positions held by women within the organization. Thus, targeting the department was 
a viable option. The study categorized employees according to their various position 
as described in the table below; 
Table 3.1 Target Population 
Category Target Population Percentage 
Top Management   4 3 
Middle Management 22 19 
Support Staff 92 78 
Total  118 100 
Source: Kenya Forest Service (2018) 
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3.3 Sample and Sampling Technique 
A sample is a small proportion of the targeted population selected using some 
systematic form (Mugenda and Mugenda, 2008). The researcher used stratified 
random sampling technique because it enables generalization of a larger population 
with a margin of error that is statistically determinable. The sample size was 50% of 
the target population. In order to ensure an equal opportunity for selection, the target 
population was stratified into subgroups. This ensures equal proportions of the 
subgroups in the target population as shown below; 
Table 3.2 Sample Size 
3.4 Data Collection Methods 
Mugenda and Mugenda (2008) the researcher obtained primary data through 
administration of questionnaires. A questionnaire is a series of written questions on a 
topic about which the respondents‟ opinions are sought. The questionnaires were 
derived from the objectives of the study and highly dependent on the literature review 
of the study.  This instrument was divided into two parts; part A for general 
information about the respondents and part B for specific questions. The study used 
questionnaires because they are economical and are easy to score. The questionnaires 
were comprised of open and closed-ended questions. Questionnaires were used 
because they were easy to administer and the presence of the researcher was not 
required during data collection process. 
3.5 Pilot Study 
3.5.1 Validity and Reliability of Research Instruments 
The researcher obtained authority from the relevant departmental sections of the 
organization to distribute questionnaires across various departments. Validity and 
reliability of the research instruments was considered by conducting a pre-test on 6 
respondents. The choice of pre-test sample was based on the fact that according to 
Category Target Population Sample size Percentage 
Top   Management   4 2 4 
Middle Management 22 11 19 
Support Staff 92 46 77 
Total  118 59 100 
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Mugenda and Mugenda (2008), a pre-test should be 10% of the sample size. These 
respondents were not included in the final research study.  
3.6 Data Collection Procedure 
The study obtained necessary documents, including introduction letter from 
Management University of Africa before commencing data collection. The 
questionnaires were hand delivered to the respondents.  Respondents were briefed 
about the purpose of the study. The use of questionnaires made it easier to collect 
information from selected respondents. 
3.7 Data Analysis and Presentation 
According to Sekaran (2006), data analysis procedure includes the process of 
packaging the collected information putting it in order and structuring its main 
components in a way that the findings can be easily and effectively communicated. 
After collecting data, the information was sorted, verified, coded and tabulated for 
analysis. Quantitative analysis was used to present data in tables, figures, and charts 
while qualitative analysis was used to analyze data in content analysis and descriptive 
notes. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
The study informed the respondents the mandate and the reason for doing research. 
The study ensured that participants understand the main purpose of the study. This, in 
turn, enabled respondents to decide whether they would like to participate or not. 
3.8.2 Voluntary Participation 
Voluntary participation ensures that respondents are not coerced to participate in the 
research.  
3.8.3 Confidentiality 
The study ensured that the respondents‟ information was not disclosed to any person 
or third-party organization. Authorization letter from the University showcased to the 
respondents that the research was for academic purpose.    
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3.8.4 Privacy 
Any individual who opts to participate in a research is entitled to privacy as an ethical 
consideration (Kothari, 2009). The questionnaires were administered in the 
respondents‟ place of work or private areas of preference. During the administration 
of the questionnaires, it was anticipated that there would be no influence or 
interference from other people.  
3.8.5 Anonymity 
To achieve this, the study ensured that codes used by respondents were not shared to 
any third-party organization. Thus, their identity was not revealed to anybody. 
3.9 Chapter Summary 
This chapter showcased and explain research design to be used; the target population 
size and sample embraced and research instruments for data collection. Also, this 
chapter indicated how pilot study was done to verify and validate research 
instruments. Moreover, this chapter explained data analysis techniques and ethical 
consideration measures put in place.   
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CHAPTER FOUR 
RESEARCH ANALYSIS AND DISCUSSION 
4.0 Introduction 
This chapter analyzed data gathered from primary and secondary sources through the 
use of research questionnaires. It also shows how data was analyzed, presented and 
interpreted in relation to research objectives and questions. This section tackled 
limitations the researcher experienced while collecting data from the respondents. 
4.1 Presentation of Research Findings 
4.1.1 Personal Information 
The study sought to find out the number of respondents who participated in the study. 
The results were revealed in table and figure 4.1 below; 
Table 4.1 Response Rate 
Category Frequency Percentage 
Response 45 76 
Non-response 14 24 
Total 59 100 
Source: Author (2018) 
Figure 4.1 Response Rate 
 
Source: Author (2018) 
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Analysis on table 4.1 and figure 4.1 indicates that out of 59 questionnaires issued to 
the respondents, 45 of them representing 76% of the respondents participated while 
14 of them representing 24% of the respondents did not. From the analysis, it is 
evident that the turnout for the study was high.  
Table 4.2 Gender Analysis 
Category Frequency Percentage 
Male 27 60 
Female 18 40 
Total 45 100 
Source: Author (2018) 
Figure 4.2 Gender Analysis 
 
Source: Author (2018) 
The result on table 4.2 and figure 4.2 indicates that majority of the respondents at 
60% were male respondents while 40% of the respondents were female respondents. 
The analysis implies that the organization is male dominated indicating the principle 
of gender balance workforce is still an issue in the organization.    
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Table 4.3 Age Bracket 
Category Frequency Percentage 
18-25 years 11 24 
26-35 years 16 36 
36-45 years 12 27 
46 years and above 6 13 
Total 45 100 
Source: Author (2018) 
Figure 4.3 Age Bracket 
 
Source: Author (2018) 
Table 4.3 and figure 4.3 indicate that majority of the respondents at 36% were aged 
between 26-35 years, followed by 27% between 36-45 years, 24% of the respondents 
were between 18-25 years and 13% of the respondents were 46 years and above. This 
implies that the organization has a mature workforce.    
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Table 4.4 Highest Level of Education 
Category Frequency Percentage 
Secondary Level 10 22 
College Level 18 40 
University Level 13 29 
Post graduate level 4 9 
Total 45 100 
Source: Author (2018) 
Figure 4.4 Highest Level of Education 
 
Source: Author (2018) 
Table 4.4 and figure 4.4 indicate that the education level of the respondents who 
participated in the study. Analysis on table 4.4 and figure 4.4 indicate that 40% of the 
respondents were college graduates, followed by 29% who were university level, 22% 
reached secondary level and 9% reached post graduate level. The analysis implies that 
the organization has an educated workforce. 
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Table 4.5 Length of Service 
Category Frequency Percentage 
Less than 5 years 6 13 
6-10 years 12 27 
11-15 years 17 38 
16-20 years 8 18 
More than 20 years 2 4 
Total 45 100 
Source: Author (2018) 
Figure 4.5 Length of Service 
 
Source: Author (2018) 
Table 4.5 and figure 4.5 indicate the duration of service the respondents have worked 
in the organization. The study analysis indicates that majority of the respondents at 
38% have worked for 1-15 years in the organization, followed by 27% who have 
worked for 6-10 years, 18% have worked for 16-20 years, 13% have worked for less 
than 5 years and 4% of the respondent have worked in the organization for more than 
20 years. The analysis implies that the organization has an experienced workforce 
who are knowledgeable about operations within the organization.                    
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Table 4.6 Respondent Category 
Category Frequency Percentage 
Top Management Level 4 9 
Middle Management Level 11 24 
Support Staff 30 67 
Total 45 100 
Source: Author (2018) 
Figure 4.6 Respondent Category 
 
Source: Author (2018) 
The study sought to determine the respondent category of the respondents who 
participated in the study. Analysis from table and figure 4.6 depicts that majority of 
the respondents at 67% were from support staff level of management, followed by 
24% from middle level management and 9% of the respondents were from top 
management level. From the findings, it is evident that majority of the participants 
were from support staff level of management.   
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4.1.2 Education Qualification 
The study wanted to find out the respondents view on how education qualification 
hinders women‟s ability to gain top management positions. Results are presented in 
table 4.5 and figure 4.5 below; (Key: 1 = strongly disagree, 2 = disagree, 3 = neutral, 
4 = agree and 5 = strongly disagree) 
Table 4.7 Education Qualifications 
Education Qualifications 1 2 3 4 5 
Women should pursue doctorate 
programmes to perform better as senior 
managers 
2 
4% 
11 
24% 
23 
51% 
9 
20% 
0 
0% 
Undergraduate women with degree 
qualifications perform better than those 
without degrees. 
3 
7% 
5 
11% 
4 
9% 
7 
15% 
26 
58% 
Most women in top leadership positions 
have better qualifications than those in 
middle and support staff positions  
0 
0% 
 
3 
7% 
8 
18% 
15 
33% 
19 
42% 
Women who have managed to lead bigger 
organizations have achieved influential 
levels equal to men. 
12 
27% 
16 
36% 
8 
18% 
6 
13% 
3 
7% 
Source: Author (2018) 
From the analysis, it is apparent that 51% were neutral as to whether women who 
pursued doctorate programs performed better as senior managers, 58% strongly 
disagreed that women with degree qualification performed better than those without 
degrees, 42% also strongly disagreed that women in top leadership positions have 
better qualifications than those in middle and support staff management levels, 36% 
agreed that women leading large corporations have achieved influential levels equal 
to men. The findings imply that having a degree program does not guarantee better 
performance among women. This means that there are organizations where women in 
with other qualifications other degree certification can still perform better than 
women holding degree programs.   
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4.1.3 Work Experience 
The study wanted to find out the respondents view on how work experience hinders 
women‟s ability to gain top management positions. Results are presented in table 4.5 
and figure 4.5 below; (Key: 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree 
and 5 = strongly disagree) 
Table 4.8 Work Experience 
Work Experience 1 2 3 4 5 
Most women working at Kenya Forest 
Service have served the organization for 
more than five years. 
10 
22% 
24 
53% 
11 
24% 
0 
0% 
0 
0% 
Older women tend holding top managerial 
positions tend to be better leaders as they 
near their retirement age. 
14 
31% 
27 
60% 
 
4 
9% 
0 
0% 
0 
0% 
Women who have served long in 
organizations have a higher chance of 
achieving their goals and ambitions. 
12 
27% 
22 
49% 
5 
11% 
6 
13% 
0 
0% 
Women who are 40 years and above need 
refresher courses specifically in technology 
to perform maintain their top positions. 
16 
36% 
21 
46% 
0 
0% 
3 
7% 
5 
11% 
Source: Author (2018) 
Analysis from table 4.8 indicate that majority of the respondents at 60% agreed that 
older women in top leadership positions are better leaders as they near the retirement 
age, 53% agreed that women leaders at Kenya Forest Service have served the 
organization for more than five years, 49% agreed that women who have served for 
quite some time have a higher chance of achieving their goals and ambitions, 46% 
agreed that women who have served for more than 40 years need refresher courses 
specifically in technology to perform and maintain top positions. The analysis implies 
that women tend to be better leaders as they near the retirement age. This is because 
most of them want to leave a memorable legacy that other upcoming women leaders 
can follow.   
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4.1.4 Social Cultural Factors 
The study wanted to find out the respondents view on how Social Cultural Factors 
hinders women‟s ability to gain top management positions. Results are presented in 
table 4.5 and figure 4.5 below; (Key: 1 = strongly disagree, 2 = disagree, 3 = neutral, 
4 = agree and 5 = strongly disagree) 
Table 4.9 Social Cultural Factors 
Social Cultural Factors 1 2 3 4 5 
Balancing family life and work 
responsibilities does affect women when 
pursuing top managerial positions  
18 
40% 
 
21 
47% 
6 
13% 
0 
0% 
0 
0% 
Difference in style of leadership by women 
managers leads to prejudice and 
discrimination from their male 
counterparts. 
25 
56% 
16 
36% 
2 
4% 
0 
0% 
2 
4% 
Attainment of top positions by women is 
highly affected by their ethnic background. 
13 
29% 
20 
44% 
0 
0% 
4 
9% 
8 
18% 
Childhood social orientation does hinder 
women from pursuing top managerial 
positions. 
11 
24% 
7 
16% 
0 
0% 
0 
0% 
27 
60% 
Source: Author (2018) 
The study analysis indicates that 56% of the respondents agreed that style of 
leadership by women managers leads to prejudice and discrimination from their male 
counterparts, 47% agreed that balancing family life and work responsibilities affect 
women from pursuing top managerial positions, 44% agreed that ethnic background 
hinders women‟s ability to attain top positions, 60% strongly disagreed that childhood 
social orientation does hinder women pursuing top managerial positions. This implies 
that childhood orientation does not hinder women from pursuing their goals and 
ambitions.             
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4.1.5 Company Policies 
The study wanted to find out the respondents view on how Company Policies hinders 
women‟s ability to gain top management positions. Results are presented in table 4.5 
and figure 4.5 below; (Key: 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree 
and 5 = strongly disagree). 
Table 4.10 Company Policies 
Company Policies 1 2 3 4 5 
Flexible promotional policies by Kenya 
Forest Service encourage women to via for 
top managerial positions. 
14 
31% 
26 
58% 
4 
9% 
0 
0% 
1 
2% 
Gender mainstreaming policy in the 
company encourage women to attain top 
managerial positions. 
20 
44% 
 
16 
36% 
1 
2% 
 
5 
11% 
3 
7% 
Company policies and practices can hinder 
women from attaining top managerial 
positions 
10 
22% 
28 
62% 
0 
0% 
0 
0% 
7 
16% 
Company policies at Kenya Forest Service 
ensure that both men and women have an 
equal chance of holding top managerial 
position. 
3 
7% 
18 
40% 
2 
4% 
12 
27% 
10 
22% 
Source: Author (2018) 
Table 4.10 reveals that majority of the respondents at 62% agreed that company 
policies hinder women from attaining top managerial positions, 58% agreed that 
flexible promotional policies by Kenyan Forest Service encourage women to via for 
top positions, 44% strongly agreed that gender mainstreaming policy on the company 
encourage women to attain top managerial positions, 40% agreed that company 
policies ensure that both men and women have an equal chance of holding top 
managerial positions. The analysis implies that company policies does affect women‟s 
chances of attaining top managerial positions.     
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4.1.5 Attainment of Top Management Positions 
The study wanted to find out the respondents view on how Attainment of Top 
Management Positions hinders women‟s ability to gain top management positions. 
Results are presented in table 4.5 and figure 4.5 below; (Key: 1 = strongly disagree, 2 
= disagree, 3 = neutral, 4 = agree and 5 = strongly disagree). 
Table 4.11 Attainment of Top Management Positions 
Attainment of Top Management Positions 1 2 3 4 5 
Women at top levels are fairly treated as they 
proved to be capable of shouldering their 
responsibilities. 
17 
38% 
 
 
21 
47% 
6 
13% 
1 
2% 
0 
0% 
Women who are fully aware of the strategic 
importance of the decisions they make do not 
trust their capabilities in competing with their 
man colleagues. 
6 
13% 
16 
36% 
3 
7% 
1 
2% 
19 
42% 
 
 
Family and socio-cultural factors is a 
woman‟s burden curbing their ambition to 
pursue top managerial positions thus giving 
men a competitive advantage. 
12 
27% 
22 
49% 
0 
0% 
11 
24% 
0 
0% 
Multiple roles played by women in the 
domestic, productive and reproductive 
spheres limit their chances of holding top 
managerial positions. 
13 
29% 
23 
51% 
9 
20% 
0 
0% 
0 
0% 
Source: Author (2018) 
The analysis from table 4.11 indicates that majority of the respondents at 51% agreed 
that multiple role played by women in the society hinders their chances of holding top 
managerial positions, 49% agreed that family and socio-cultural factors is burden 
curbing women‟s ambition to pursue top managerial positions thus men are more 
advantageous, 47% agreed that women holding top level positions are fairly treated 
since they have proved to be capable of shouldering their responsibilities, 36% agreed 
that women who are fully aware of the strategic importance of the decisions they 
make do not trust their capabilities in competing with their man colleagues. This 
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implies that attainment of top managerial positions by women is highly affected by 
multiple roles they play in the society.     
4.2 Limitations of the Study 
Obtaining information from the respondents was an uphill task due to policies 
governing information sharing to any third-party organization. To win their trust, the 
researcher issued an introductory letter from Management University of Africa 
indicating that the research was for academic purpose and not for any malpractice. 
Some of the respondents viewed the research as a waste of their time. Others might 
fear to disclose any information from the organization for fear of being victimized by 
the management.  The researcher explained the importance of the research to the 
organization and informed them that permission was granted to allow them to 
participate in the research process at free will. 
4.3 Chapter Summary  
This chapter presented summary of data analysis and the number of respondents who 
participated in the study. It also highlighted demographic background of the 
participants, how data was sorted, analysed and presented, and limitations 
experienced by the researcher while collecting data from the respondents.   
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CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction 
This chapter provides conclusive results from the data analysis and interpretation 
based on respondents‟ feedback and observation. The main aim of this chapter was to 
provide possible research outcome by advocating for necessary measures in place and 
give a realistic summary, conclusions recommendations and suggestions that are 
implementable in the long run. 
5.2 Summary of the Findings 
5.2.1 Education Qualifications 
According to the findings of this study, it was apparent that women who pursued 
doctorate programs performed better as senior managers. It was also revealed that the 
perception that women with degree qualification performed better than those without 
degrees was not evident enough. The findings imply that having a degree program 
does not guarantee better performance among women. This means that there are 
organizations where women in with other qualifications other degree certification can 
still perform better than women holding degree programs.   
5.2.2 Work Experience 
The study finding revealed that older women in top leadership positions are better 
leaders as they near the retirement age. It was also clear that women leaders at Kenya 
Forest Service have served the organization for more than five years. The analysis 
implies that women tend to be better leaders as they near the retirement age. This is 
because most of them want to leave a memorable legacy that other upcoming women 
leaders can follow.   
5.2.3 Company Policies 
The study findings revealed that company policies hinder women from attaining top 
managerial positions, which shows that flexible promotional policies by Kenyan 
Forest Service encourage women to via for top positions. The respondents strongly 
agreed that gender mainstreaming policy on the company encourage women to attain 
top managerial positions. The analysis implies that company policies does affect 
women‟s chances of attaining top managerial positions.     
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5.2.4 Social Cultural Factors 
Based on the findings, it is apparent that style of leadership by women managers leads 
to prejudice and discrimination from their male counterparts. This was supported by 
majority of the respondents who agreed that balancing family life and work 
responsibilities affect women from pursuing top managerial positions. On the other 
hand, the respondents strongly disagreed that childhood social orientation does hinder 
women pursuing top managerial positions. This implied that childhood orientation 
does not hinder women from pursuing their goals and ambitions.             
5.3 Conclusion 
The study concludes that education is important especially among women pursuing 
top leadership positions. Most of the respondents acknowledged that the higher 
education a woman has, the better they can be respected to hold leadership positions 
in top organizations.  
The study also revealed that the number of works experience a woman has in the 
organization has an important role to play when they are seeking top leadership 
position. Contrary to other organizations, attainment of top managerial position is 
usually valued on performance and not experience as such.  
Consequently, socio-economic factors such as childhood orientation does not deter 
women from attaining top managerial position. This was supported by majority of the 
respondents who stated that women‟s style of leadership leads to discrimination and 
prejudice from the male leaders. Thus, it can be concluded that the role of women 
leaders is increasing and that today women are more aware of their rights and 
ambition of attaining top managerial position than before.  
5.4 Recommendations 
From the findings, it is clear education qualification is key for women who want to 
attain top managerial position in organizations. Based on this, the study recommends 
that women should refresh themselves with the latest career models that will enhance 
their chances of securing top leadership positions.  
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In terms of work experience, the study recommends positions should be based on 
performance and not on experience only. This is based on the fact that most 
government institutions rely on experience than performance. Thus, the organization 
should incorporate work experience plus performance when recruiting women for top 
managerial position. 
The study recommends that company policies should explore opportunities by 
incorporating gender enhancement programs to include women in leadership 
positions. Such measures will motivate women to pursue top managerial position. 
Moreover, inclusion of non-discriminatory policies will ensure that both men and 
women regardless of their social background can via for top leadership position. 
The study recommends that socio cultural factors should be clearly identified by the 
organization to ensure that women are given opportunity to vie for top leadership 
position based on their qualifications and not on how well they are known. This will 
ensure transparency when advertisements are made openly for qualified candidates to 
apply which will in turn minimize cases of biasness.                
5.5 Suggestions for Further Study 
The study suggests that a further study should be done on the same topic to avail areas 
not addressed by the researcher. Moreover, different case study should be used to 
provide a broader perspective of the subject matter from a different work setting.           
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APPENDIX I: INTRODUCTION LETTER 
Godfrey Khayenje 
The Management University of Africa 
Nairobi Kenya. 
 
Dear Respondent, 
RE: ACADEMIC RESEARCH PROJECT 
I am a student from student from The Management University of Africa pursuing 
Bachelor of Management and Leadership in Nairobi. As a requirement from the 
University, I am conducting a study on factors affecting the attainment of top 
managements positions by women in government institutions in Kenya . 
Information gathered from the study will be used for academic purpose and will not 
be shared to any third- party organization or individual. Kindly grant me permission 
to administer questionnaires to the management staff sampled for analysis. 
The study will ensure that ethical standards are adhered to and strict ethical principles 
will be implemented to protect identify of the participants.    
Your consideration will be highly appreciated. 
 
Yours faithfully, 
 
Godfrey Khayenje 
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APPENDIX II: RESEARCH QUESTIONNAIRE 
The purpose of this questionnaire is to gather information on factors affecting the 
attainment of top management positions by women in government institutions in 
Kenya. Confidentiality will be fully observed during data collection. Your 
cooperation will be highly appreciated. 
Section A: Personal Information 
1. Please indicate your gender? 
Male [  ]  Female    [  ] 
2. Please indicate your age? 
18 – 25  [   ] 
26 – 35  [   ] 
36 – 45  [   ] 
46 years and above [   ] 
3. Highest Education Level 
Secondary level [  ] 
College level [  ] 
University level [  ] 
Post graduate level [  ] 
4. How long have you been employed by Kenya Forest Service 
Less than 5 years [   ] 
6-10 years  [   ] 
11-15 years  [   ] 
16-20 years  [   ] 
More than 20 years [   ] 
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Section B: Factors Affecting the Attainment of Top Management Positions by 
Women in Government Institutions 
Below are statements on factors affecting the attainment of top management positions 
by women in government institutions in Kenya. Kindly indicate your opinion based 
on the following Key: 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree 
and 5 = strongly disagree.  
 Education Qualifications 1 2 3 4 5 
1 Women should pursue doctorate programmes to 
perform better as senior managers 
     
2 Undergraduate women with degree qualifications 
perform better than those without degrees. 
     
3 Most women in top leadership positions have better 
qualifications than those in middle and support staff 
positions  
     
4 Women who have managed to lead bigger 
organizations have achieved influential levels equal 
to men. 
     
 
 Work Experience 1 2 3 4 5 
1 Most women working at Kenya Forest Service have 
served the organization for more than five years. 
     
2 Older women tend holding top managerial positions 
tend to be better leaders as they near their retirement 
age. 
     
3 Women who have served long in organizations have 
a higher chance of achieving their goals and 
ambitions. 
     
4 Women who are 40 years and above need refresher 
courses specifically in technology to perform 
maintain their top positions. 
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 Social Cultural Factors 1 2 3 4 5 
1 Balancing family life and work responsibilities does 
affect women when pursuing top managerial 
positions  
     
2 Difference in style of leadership by women 
managers leads to prejudice and discrimination from 
their male counterparts. 
     
3 Attainment of top positions by women is highly 
affected by their ethnic background. 
     
4 Childhood social orientation does hinder women 
from pursuing top managerial positions. 
     
 
 Company Policies 1 2 3 4 5 
1 Flexible promotional policies by Kenya Forest 
Service encourage women to via for top managerial 
positions. 
     
2 Gender mainstreaming policy in the company 
encourage women to attain top managerial positions. 
     
3 Company policies and practices can hinder women 
from attaining top managerial positions 
     
4 Company policies at Kenya Forest Service ensure 
that both men and women have an equal chance of 
holding top managerial position. 
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 Attainment of Top Management Positions 1 2 3 4 5 
1 Women at top levels are fairly treated as they proved 
to be capable of shouldering their responsibilities 
     
2 Women who are not fully aware of the strategic 
importance of the decisions they make do not trust 
their capabilities in competing with their man 
colleagues. 
     
3 Family and socio-cultural factors is a woman‟s 
burden curbing their ambition to pursue top 
managerial positions thus giving men a competitive 
advantage. 
     
4 Multiple roles played by women in the domestic, 
productive and reproductive spheres limit their 
chances of holding top managerial positions. 
     
Thank you for your cooperation 
